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INTRODUCTION

The juvenile justice system in the state of Michigan is currently
undergoing careful scrutiny and possible code revision.

Many legis

lative eyes are being cast upon the current leaders of the juvenile
justice system in Michigan.

The leaders are being forced to expose

their beliefs and philosophies at an ever alarming rate.

Many of

their principles and beliefs are being questioned and attacked be
cause of the alleged failures of the system.

Due to the fact that

many juvenile court administrators are politically appointed by pro
bate judges,

the administrators,

to direct criticism.

as well as the judges, are subject

Often times the issue of political appointment

and the antiquated system overshadow the actual leadership ability
and philosophical makeup of these administrators.

Therefore,

a cur

rent need exists to analyze the quality of leadership styles demon
strated by the juvenile court administrators in Michigan today.
Can the leadership styles of the appointed officials be as effec
tive as those exhibited by the current leaders/executives in private
business,

industry,

and government?

Researching the leadership styles

exhibited by the appointed officials would benefit the legislature
and the state of Mich i g a n by analyzing the types of administrators
which they now have in leadership positions in the juvenile justice
system.

This analysis

can also aid in the planning of in-service

training programs for j u v enile court administrators, as well as offer

1
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the administrators

themselves an objective opinion concerning their

personal leadership styles.

Perhaps this analysis will even shed

light on the available leadership resources existing within the juve
nile justice system today.

Without a doubt,

t o d a y ’s leaders will

have an impact on the proposed changes within the Michigan Juvenile
Justice System.

The results of this study could have a practical and

significant effect w h e n the current system is reviewed and restruc-

Statement of the Problem

In order to gain insight into the problem of understanding the
current leaders in the juvenile justice system,

this study was de

signed to serve three major purposes.
The first purpose was to gain insight into the general makeup of
the juvenile court administrators as a group.

Information will be

provided that can describe the personal characteristics of the admin
istrators as a whole.

The second purpose was to establish a leader

ship style for the juvenile court administrators and then compare
their style w ith leaders in various levels of private enterprise and
government service.

The third purpose was

to test for the existence

of relationships betw e e n certain independent variables and type of
leadership styles.
est:

The following independent variables were of inter

age of the leader, political status of the leader,

level of the leader, years of experience,
ing, region of court jurisdiction,

educational

areas of educational train

and the size of the court staff.

These independent variables were studied to determine if a relationship
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3
exists between them and the type of leadership style exhibited by the
court administrator.
The problem,

as described, was determined to be researchable

through a d a ptation of the Managerial Grid Theory as proposed by Blake
and M o u t o n

(1960,

1964).

Testing devices were employed which are com

patible to the M a n agerial Grid Theory.

Need and Significance of Study

No s c ientifically researched data has been found which describes
the leadership style of juvenile court administrators in Michigan.
In fact,

the only data that could be found were mailing lists which

identified the court administrator in each county.
w ere incomplete at best.
educational background,

Job qualifications,
etc., were u n k n o ; m .

Biographical data

years of experience,
Obviously,

a need ex

isted to study these individuals, not only to collect general b a c k 
ground data, but also to gain insight into their leadership ability.
Therefore,

this study is significant because it not only tests lead

ership theory, but it also presents data that can be used to under
stand who the administrators are, and what qualities they possess.
Without this basic data,

this researcher wonders how anybody could

p lan to assist these individuals in such areas as training, p rofes
sional growth,

and leadership effectiveness.

Organization of the Study

Chapter I presents an introduction to the study,
of the problem,

the statement

the need and significance of the study, and the
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organization of the study.
Chapter II presents a review of the literature and presentation
of the research h y p o t h e s e s .

Rationale is offered concerning the

choice of the M a n agerial Grid Theory as the primary theoretical foun
dation of the study.
Chapter III presents the methods and procedures used to conduct
the study.

The d i s cussion includes the subjects chosen for the study,

the types of instruments used for data collection,
chosen for the study,

the research design

and the exact procedures of data collection.

Chapter IV presents the analysis of data and the testing of the
research hypotheses.
Chapter V presents

the conclusions about the three purposes of

the study and attempts to offer recommendations

for future research.
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CHAPTER II

R EV I E W OF THE SELECTED LITERATURE

The purpose of this chapter is to review selected literature
r elative to the concept of leadership.
divided into two sections.

The review of literature is

The first section attempts to explain why

the Managerial Grid Theory was selected as the basis

for this study,

and the second section presents 10 hypotheses and how they relate to
Blake and M o u t o n ' s "Managerial Grid Theory."
The concept of leadership is an extremely complex and sophisti
cated phenomenon to describe.

A survey of the literature indicates

that there are probably as many definitions of leadership as there
are theorists.
means.

Few theorists agree on what the concept of leadership

In September 1976, Time Magazine invited 135 participants to

a conference to discuss

the concept of leadership.

resulted in no agreement as to what leadership is.

The conference
Therefore,

the

following review of literature will attempt to offer an overview of
the various types of leadership theory, as well as a thorough discus
sion of Blake and M o u t o n 's "Managerial Grid Theory" which is the
basis for the leadership style analysis in this study.
Stogdill

(1974) has suggested that theories of leadership fall

into the following categories:
Situational Theories,
change Theories,

and

(a) Great Man Theories,

(b) Personal-

(c) Interaction-Expectation Theories,
(e) Humanistic Theories.

(d) Ex

If an attempt was

made to discuss the merit of these theories, many volumes could be
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written.

Therefore,

chosen as the basis
search project.
Stogdill

(1974)

the humanistic theories of leadership have been
for the study of leadership styles in this re

This research supports the position,

as put forth by

that the humanistic theories are most concerned with

the development of effective and cohesive organizations.
Stogdill

(1974)

indicates

Further,

that since human beings by nature are a

m otivated o r ganism and the organizations by nature are structured and
controlled,

it is then the task of the leader to modify the organiza

tion in order to provide freedom for the individual to realize his
own needs as well as contribute toward the attainment of organiza
tional goals.

Humanistic Theories

Humanistic theories as described above and as stated by Stogdill
(1974)

are primarily concerned with the development of effective and

cohesive organizations.

The theorists best known for their writings

in the field of humanistic leadership are:
Argyris
(1960,

(1957,
1964,

1962,

1964), Likert

(1961,

McGregor

(1960,

1966),

1967), and Blake and Mouton

1965).

McGr eg o r — Theory X and Theory Y

Douglas McGregor

(1960) postulated two types of organizational

leadership— Theory X and Theory Y.

Theory X addresses managerial be 

havior in terms of beliefs regarding the working man.

Some of

McGregor's beliefs are as follows:
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1.

The average h u m a n being has an inherent dislike of work and

will avoid it if he can.
2.

Because of this dislike of work, most humans must be coerced,

directed, and threatened with punishment to get them to put forth
adequate effort toward the achievement of organizational objectives.
3.

The average hu m a n prefers

to be directed, wishes

to avoid

responsibility, and wants security above everything e l s e .
Basically, McGregor

(1960)

postulates that people are passive

and resistant to organizational needs.
stick" theory of m o t ivation is used,

However,

if the "carrot and

these same people can be m o t i 

vated to meet the needs of the organization.
Theory Y, on the other hand,
cations for managerial strategy.
1.

offers some sharply divergent impli
They are as follows:

The expenditure of physical and mental effort in work is as

natural as play or rest.
2.

External control and threats of punishment are not the only

means for bringing about effort toward organizational objectives.
M a n w ill exercise s e l f -direction and self-control in the service of
objectives to which he is committed.
3.

Commitment to objectives is a function of the rewards associ

ated with their achievement.
4.

The average human being learns not only to accept but to

seek responsibility.
5.
tion,

The capacity to exercise a relatively high degree of imagina

ingenuity, and creativity in the solution of organizational

problems is widely, not narrowly,

distributed in the population.
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6.

Under the conditions of modern industrial life,

the intel

lectual potentialities of the average human being are only partially
utilized.
Theory Y is based on the premise that people already possess
motivat i o n and desire for responsibility.

It is the leader's respon

sibility to arrange organizational conditions which would extract
these characteristics
In summary,

from within the followers.

Theory X and Theory Y are not managerial strategies.

They are underlying beliefs about the nature of man that influences
leaders or managers to adopt one leadership style or another.

Figure

1 illustrates the assumed differences between Theory X and Theory Y .

Theory Y

Theory X
1. Distrust

1. Trust

2. Closed, guarded communication

2. Open communication

3. Influence efforts based on
coercive and reward power

3. Influence efforts based on
expert and referent power

4. Problems denied

4. Problems confronted

5. Decision making and problem
solving at top

5. Decision making and problem
solving close to information
sources and by those who
carry out decisions

6. Competition emphasized

6. Collaboration emphasized

7. Win-lose notion of conflict
management

7. No-lose approaches to con
flict

8. L ow risk, "survival" o rienta
tion of workers, conformity
stressed

8. Risk-taking, innovative orien
tation, conformity not
stressed

Figure 1
Comparison of Theory X and Theory Y Management Approaches
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Argy r i s — The O rganization and the Individual

Chris Argyris

(1964) argues that organizations make demands on

h uman beings which are incongruent with their needs.

Argyris states

that the basic principles and requirements of organizational struc
ture is for the employee to be passive,

submissive,

and dependent.

The incongruency occurs because man's basic need is to satisfy his
life goal.

His life goal can be, and often is, self-actualization as

postulated by A b raham M a slow (1954).
Argyris

(1957,

1964)

further states that a natural relationship

can exist between leader and follower if the individual's goals can
be met w hen the o rganization takes into consideration the needs of
the individual.

The individual will be motivated to work only in an

organization if he can achieve personal goal satisfaction.

Thus, a

major task of any leader is to fulfill the needs of his followers.

Likert's Theory

Rensis Likert

(1967) also contributed to the humanistic theory

by combining scientific management with human relations management.
Likert's

theory dealt with the concern for productivity and the con

cern for worker morale.

Likert's theory is best described by the

p resentation of his paradigm.

(See Figure 2.)

L ikert's p a r adigm illustrates that Area C is a scientific manage
ment approach which leads to a high concern for productivity and a
low concern for morale.

Area B represents

the human relations ap

proach, high concern for morale and low concern for production.

This
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results in only k e eping people happy and excludes task accomplishment.
Therefore,
in Area D.

Likert suggests an integrated approach which occurs

This area reflects a high concern for both morale and

productivity.

Thus, b oth the employee and the employer attain their

desired goals.

High

L ow

PRODUCTIVITY

High

Figure 2
Likert's Paradigm

Stogdill

(1964) sums up Likert's

theory most appropriately by

suggesting that the leader builds group cohesiveness and motivation
for productivity by providing freedom for responsible decision making
and exercise of initiative.
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, Blake and M o u t o n * s "Managerial Grid Theo r y "

Blake and M o uton

(1960, 1964,

1965)

extended Likert's

into a conceptual model referred to as the Managerial Grid.

theory
The M a n 

agerial Grid Theory differs from Likert's theory because the theo
rists believe that the concern for people can be independent from the
concern for production.

They believe that it is possible for a m a n 

ager to have one concern without the other.
The types of relationships between concerns are interpreted by
Blake and M o uton as b e ing indicants of the type of managerial be h a v 
ior a given manager wi l l employ.
tionships between concerns

For this reason,

the possible rela

for production and concerns

for people—

and the assumptions underlying these relationships— afford a more sys
tematic criterion for conceptualizing various types of management.
It is for this one m a jor reason that this researcher has chosen the
Manag e r i a l Grid Theory as the basis for the research in this study of
leadership style.
The M anagerial Grid

(Figure 3) is a squared framework of 81

squares on w hich Blake and Mouton plot five major leadership styles:
1/1,

1/9, 9/1, 5/5, and 9/9.

They plot and measure these leadership

styles in terms of concern for production (horizontal axis) and con
cern for people

(vertical axis).

On the horizontal axis,

the lowest concern for production and 9 represents
cern for production.

On the vertical axis,

1 represents

the highest con

1 represents the lowest

c oncern for people and 9 represents the highest concern for people.
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High 9

9/9 Management
Work accomplishment is from
- committed people; interdepen
dence through a "common stake'
in organization purpose leads
_ to relationships of trust and
r e spect.

1/9 Management
T houghtful attention to needs
of people for satisfying rela
tionships leads to a comfort
able friendly organization
a tmosphere and work tempo.

5/5 Management
- Adequate organization performance
is possible through the balancing
necessary to get out work with
- maintaining morale of people at
a satisfactory level.

" 9/1 Management
Efficiency in operations from
arranging conditions of work
in such a way that human ele
ments interfere to a minimum
degree.

1/1 Management
E xertion of minimum effort
to get required work done is
a ppropriate to sustain orga
nization membership.

1

4

5

6

Concern for Production

Figure 3
The Managerial Grid taken from Jay Hall et a l . , The Style of Management
I nventory, Teleometrics International, Woodland, Texas, 1964, p. 1.

9
High

13
In identifying an individual's leadership style,

the first digit

given represents concern for production and the second digit repre
sents concern for people.

The production-oriented supervisor— shown

as 9/1 (the Au t o c r a t ) — has the highest concern for production.
people-oriented supe r v i s o r— shown as 1/9

The

(Country C lub)— has the high

est concern for people and the lowest concern for production.
lower left-hand section of the Grid— the 1/1

The

(the Deserter)— repre

sents a supervisor with little concern for production or people.
The top right s e c t i o n — 9/9

(the Executive)— represents a supervisor

with the highest concern for production and people.
the G rid— 5/5

The center of

(the C o mpromiser)— represents a supervisor with a mo d 

erate concern for production.

He struggles to keep a balance by not

"rocking the boat."
It becomes obvious that three of the five approaches to mana g e 
ment stem from incongruency between people and production.
manager

(Autocrat)

needs.

This p o sition reflects McGregor's Theory X position.

position,

The 9/1

relies on authority and cares little for individual

on the other hand, views production as incidental.

The 1/9
The 1/9

manager tries to m a intain an atmosphere of happiness and "let's all
have fun."

This is depicted in Likert's Area B.

(the Deserter)

chooses

concern for production.

The 1/1 manager

to ignore both the concern for people and the
The 1/1 manager can be accused of "buck

passing" and probably waiting out the situation for some personal
pay-off.

The 1/1,

1/9, and the 9/1 styles all operate according to

the principles postulated in McGregor's Theory X.
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The 5/5 or m i d d l e - o f-the-road managerial style fails to solve
any real problems, but only mutes them as the manager manipulates one
concern against the other, according to Blake and Mouton (1960).
In fact, Blake and M outon

(1960)

strongly suggest that the 5/5

is often a hard worker, who possesses charisma, but often adopts the
p rinciples of the 9/1 manager and relies only on his own j u d g m e n t .
The 5/5 manager conforms to many of the Tlieory Y principles of
McGregor.
The 9/9 manager views his task as one of leadership.

He views

his leadership style as one of a successful team coach.

He stresses

both productivity and concern for the growth of people.

He works

toward Maslow's

(1954)

sense of self-actualization.

manager is similar to the 9/9 leader.
exist if a 9/9 leader is to emerge.

Likert's Area D

A climate of open trust must
Obviously,

this climate is diffi

cult to achieve and the other is ideal in nature.

Nonetheless,

9/9 style exhibits the ideal position in which to operate.
Mou t o n (1960)

the

Blake and

strongly suggest that all organizations should strive

toward the establishment of a 9/9 atmosphere and leadership position.
According to B lake and Mouton (1960, 1964),
appears

the Managerial Grid

to be a valid tool for evaluating leadership style.

It has

been applied in wi d e l y different organizational settings in the
United States,

Canada, Europe,

and Asia and in various organizational

structures including unionized manufacturing facilities, sales groups,
and research and development units, as well as in military,
mental,

professional,

govern

and technical work units.
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The Grid also seems to provide descriptions of managerial alter
natives which are universally applicable to managerial dilemmas in
the United States,

in countries of Europe which are somewhat similar

to the United States,

and in Asian cultures which are quite diverse.

The scheme seems to be relatively culture-free and,

therefore,

of

general relevance for understanding types of leadership behavior.
In reference to its validity and reliability, Blake and Mouton
(1960,

1964)

refer to the 15 man-years

to date of work involved in

the use of testing of the Grid's effectiveness.
The Managerial Grid Theory,
leadership style is 9/9.

in summary,

suggests

that the ideal

Ideal, because of the fact that it is ex 

tremely difficult to establish a climate of trust between follower
and leader in order to exercise a 9/9 style.

However,

such a style

is not impossible to reach if the leader can exhibit a concern for
the sensitivity of his followers,

as well as a desire to fulfill the

goals of the organization.
It must be remembered that while the 9/9 style is ideal,

that

other styles— including 1/1— may, at times, be useful, and can even
be desirable in a particular work situation.

If the leader is pre

pared to utilize varied styles in diverse environments he will be
extremely effective as a leader.
The purpose of the preceding review of literature has been to
offer the reader some understanding of the humanistic side of leader
ship and to explain rationale behind the selection of the Managerial
Grid as the theoretical basis for the study.

The position that this

researcher has established is that Blake and M o u t o n 's "Managerial
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Grid Theory" seems to include basic principles from all the presented
theories and that it is perhaps the most comprehensive of all theories
presented.

Further,

the theory is supported by measuring instruments

that appear to be both valid and reliable.
Theory has been utilized in government,

The Managerial Grid

industry,

and business to

evaluate and improve existing leadership styles.

Statement of the Hypotheses

It is believed, by this researcher,

that the preceding review of

the literature has established a theoretical foundation for this
study.

However,

several key questions must be answered in order to

evaluate the relationship that may or may not exist between the M a n 
agerial Grid Theory and the current situation of the juvenile court
administrators in Michigan.

Ten hypotheses have been constructed

which will test the M anagerial Grid Theory as it applies to leader
ship styles in the M i chigan juvenile courts.

The development of the

hypotheses was based on the review of the literature and this re
s e a r c h e r ’s 10 years of experiences as an employee and administrator
of the M i chigan Juvenile Justice System.

During the decade of service

the researcher's perceptions were that the system, as structured dur
ing that period, did not value education in terms of preparation for
employment or for continued professional development.
the 1980 Court Employee Compensation Survey,
ties,

As reported in

of the 83 Michigan coun

only 14 offer compensation for educational expenses.

While re

imbursement is not the sole basis for determination of support of
education,

in this era of widely-ranging fringe benefits,

the absence
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of educational support is conspicuous.
Because of the apparent lack of concern for selecting qualified
personnel and for the m a i ntenance of a qualified professional staff,
this researcher developed three hypotheses which would apply Blake and
M o u t o n ' s M a n agerial Grid Theory to the perceived inappropriate leader
ship styles and specified measurable data to test the variables to
yield a documented data base.
premise relate to education,
and geographical location.

The three hypotheses developed on this
political appointment to the position,

In summary,

this researcher has attempted

to establish a relationship between Blake and M o uton's Managerial
Grid Theory and the structure and climate under which the Michigan
juvenile court administrators lead their staffs.

Hypothesis 1— Predominant Leadership Style

Blake and Mou t o n

(1960,

Theory applies to business,

1964)

suggest that the Managerial Grid

government,

and industry.

They have es

tablished a grid wh i c h measures all leadership styles which fall into
the 9/9, 5/5,

9/1, 1/9,

and 1/1 categories.

Also, T-scores have been

established in the Style of Management Inventory which compares the
test group's scores
environments.

to those of leaders in other types of leadership

Therefore,

the juvenile court administrators

in M i c h i 

gan, as well as those of any other political unit, should provide com
parable analysis on the Grid.

And,

the analysis should then provide

relative data to leaders in business,

government,

and industry.

A

predominant style should result, as it does, when measuring styles of
comparable leaders.
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On this basis,

it is hypothesized that a predominant leadership

style does exist among M i chigan juvenile court administrators.

H ypothesis 2— Political Appointment of Administrators

As detailed, many Michigan juvenile court administrators are
p olitically appointed to their positions by Michigan juvenile court
p robate judges.

The appointed administrator serves at the pleasure

of the appointing judge.

This situation often leads

to the appoint

ment of an individual who is involved and biased within the court
structure.

The politically-appointed administrator is often people-

oriented and assumes

the "Country Club" approach to management.

The

appointee's position is often public relations in nature in order to
continually provide support for the presiding judge.

The situation

lends itself to a low concern for productivity and a high concern for
ma king and keeping people happy.
Therefore,

it is hypothesized that politically appointed admin

istrators tend to be people-oriented
oriented

(9/1).

(1/9) rather than productivity-

Blake and Mouton suggest that leaders who

try to

meet the needs of their followers, by maintaining a sense of freedom,
adopt a "Country Club" style of management.

H ypothesis 3— Educational Level of the Leaders

The literature reviewed strongly supports the theory that the
h i gher the educational level of the leader,

the more he becomes in

volved with a dual c o ncern— for both his followers and productivity.
Gopala and Hafeez

(1964)

clearly state that high educational
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attainment is associated with favorable attitudes toward employees
and p ro duction and a lower level of educational attainment is associ
ated with favorable attitudes toward production o n l y .
lander

(1963)

indicates

Also,

Fried-

that less educated leaders tend to derive

satisfaction from the social and technical aspects of work rather
than the self-actualizing aspects of work.
Therefore,

the review of the literature supports the hypothesis

that administrators who possess advanced educational degrees will be
placed into the "Executive"

(9/9)

category more often than those ad

ministrators who do not possess advanced educational degrees.
The 9/9 leader,

as suggested by Blake and Mouton (1960), has a

high concern for both people and productivity.

Production under this

style of leadership results from the integration of task requirements
and hu m a n n e e d s .

Hypothesis 4— Age of Leader

Stogdill
style,

(1974)

indicates that age, as it relates to leadership

can and yet may not be significant to the establishment of a

particular leadership style.

Many theorists disagree as to the impor

tance of age in the study of leadership.

There seems

to be some evi

dence that senior court administrators tend to become more complacent
as they grow older.

They seem to resist change more frequently than

their younger peers, who,

incidentally, are becoming more prevalent

in the administrative ranks.

The opposition to the proposed Michigan

Juvenile Code revision is staunchly supported by the older adminis
trators who appear to refuse to accept the fact that as society and
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its needs change,

there may also be a need for a change in the system.

Committees fighting the revision are composed of aged court adminis
trators who represent the historical school of thought.
Therefore,

this researcher hypothesizes that administrators over

the age of 40 fall into the "Compromiser"
than leaders under the age of 40.
gest that the 5/5

(Compromiser)

(5/5)

position more often

Blake and Mouton

(1960,

1964)

sug

position is often assumed by a leader

who has a moderate concern for both people and productivity,

but who

is more concerned with trying to "just get by" and not "rock the
boat."

The 5/5 leader compromises

the needs of the organization and

the needs of the people working for him.

Hypothesis 5— Years on the Job Versus Leadership Style

Blake and M o uton

(1960,

promiser" position (5/5)

1964)

strongly suggest that the "Com

is most often occupied by leaders who have

b een on the job for lengthy periods of time.
to adopt the "give a little,

These individuals tend

take a little" point of view.

This type

of individual is waiting out a pay-off which is usually retirement or
promotion into a less strenuous position.
Therefore,

this researcher hypothesizes

that the longer an ad

ministrator has been in his position,

the more likely he is to fall

in the "Compromiser"

As indicated in Hypothesis 4,

(5/5)

category.

the 5/5 leader often compromises the needs of the organization and
the needs of his f o l l o w e r s.
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Hypothesis 6— Court Locat i on and Leadership Style

The Bay City line has been designated as the dividing line for
the juvenile courts in the state of Michigan.

Complaints have been

voiced that the courts located north of the Bay City line have not
received funds or training opportunities equivalent to those provided
courts located south of the Bay City line.

If this is true,

then

there should be a pronounced difference in leadership style scores
among the administrators based on geographical location.
Therefore,

it is hypothesized that those administrators who are

located in juvenile courts north of the Bay City line will have less
desirable leadership style scores

(9/1,

1/9,

1/1)

than those adminis

trators who are located in juvenile courts south of the Bay City line.
Blake and M o uton (1960,

1964) suggested that in-service training

and scholarly pursuit aid a leader in moving toward an equivalent
concern for both people and productivity.

Hypothesis

7— Group Size of Followers

Hemphill's

(1950)

research indicated that larger groups make

greater administrative demands than smaller groups.
increase in demands,

and the requisite time involved,

Because of the
less time is

available for consideration of the individual.
Likert's research

(1961)

involving size of groups and the lead

er's interest in the members of the groups,

also showed that often

times larger groups of members engage in more activities, but leaders
exhibit less interest in the individual members'

roles and ideas.
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This researcher's experiences as an administrator also lead to
the assumption that the larger the number of staff members,
time there is to be people-oriented.

the less

Getting the job done becomes

the m a jor focus which leaves little time for the satisfaction of the
group members.

Therefore,

it is hypothesized that those administra

tors who lead larger staffs will be more productivity-oriented than
those administrators w ho supervise smaller staffs.

Hypothesis 8— Educational Major of the Administrator

Behavioral science exposure has a tendency to make administra
tors more aware of the individuals and their subjective needs as
opposed to business and management education which stresses objec
tives.

Since the juvenile court involves the management of people,

as well as the management and casework of delinquent youth,

it should

f ollow that most administrators would be behavioral science majors.
And it follows that the predominance of this particular educational
focus should establish a leadership style that is people-oriented.
Therefore,

it is hypothesized that administrators who are edu

cated in the behavioral sciences will have more concern for people
than those administrators who have been educated in the areas of b u s i 
ness and m a n a g e m e n t .

H ypothesis 9— Self-Confidence of the Administrator

An administrator who is confident of his leadership ability will
generally be more aggressive and knowledgeable about his performance
than administrators who are uncertain about their skills and abilities.
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This position is supported by the research of Cox (1926) which found
that leaders are usually characterized by unusually high degrees of
self-confidence and esteem.
Boles and Davenport

(1975)

suggest that a leader's success is

directly related to his self-concept.

They also stated that the

leader's feelings and attitudes about himself generally guide and
direct that individual's behavior.

Therefore,

it is hypothesized

that administrators who believe that they are effective will more
often fall in the "Executive"

(9/9)

category than those administra

tors w ho feel that they are not effective.

Hypothesis 10— Major Problems Facing Michigan
Juvenile Court Administrators

At the time of the study, Michigan's juvenile court administra 
tors were faced with a plethora of problems ranging from the mana g e 
ment of people,

to the management of money,

to the prospect of a

major revision of the legal framework within which they function.
W hile money and people will remain major areas of concern,

this re

searcher is concerned about the probable changes which will result
from the implementation of the juvenile code revision.
istrator,

As an admin

this researcher expected his peers to also be concerned

with the possible range and effect of the impending revision and the
resultant impact on the system,
the citizens of Michigan.

its administrators,

Therefore,

their staffs,

and

it is hypothesized that the

major p r oblem of a juvenile court administrator,

at the time of the

p r e paration of this document, was the ramifications of the impending
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juvenile code revision.

Summary

In summary,

the p receding review of literature has been divided

into two major sections.

The first section establishes support for

the choice of Blake and M o u t o n 's Managerial Grid Theory as the pri
mary theory supporting this study of leadership styles.

The second

section offers 10 hypotheses which are based on Blake and M o u t o n 's
Managerial Grid Theory as well as this researcher's experiences in
the M i chigan Juvenile Justice System.
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CHAPTER III

D E SIGN AND METHODOLOGY

This chapter is a p resentation of the research design and met h 
odology used in this study.

Contained within is a discussion of the

population that was studied,

a description of the instruments selected

for data gathering,

an overview of the research design,

and a discus

sion of the procedures used in the study.

Population of the Study

The target popula t i o n in this study was all of the juvenile court
a dministrators for the 83 counties in the state of Michigan.

Juvenile

court administrators are individuals who act as the chief executive
officer of the court.
eree,

Oftentimes

they are referred to as chief ref

director of children's services,

some instances, probate judge.
individual in each county,

chief probation officer,

or in

In order to identify the appropriate

a list of administrators was obtained from

the Office of the Supreme Court in Lansing, Michigan,

and congealed

with another list from the Michigan Association of Juvenile Court
Administrators.

Instrumentation

Two instruments wer e used for data collection.

The first instru

ment was self-designed and entitled "Personal Data Questionnaire"
(P D Q ) .

The second instrument is copyrighted by Teleometrics

25
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International of Woodland, Texas,
agement Inventory

and is entitled the Style of M a n 

(SMI).

The Personal D ata Questionnaire was self-designed for the pur
pose of collecting personal data from the subjects in the study.

The

construction of the actual questionnaire resulted from the discussion
of the instrument in the D issertation Seminar class and also from a
pilot m a i ling of the questionnaire to a selected sample of subjects
(10)

in the study population.

The pilot study confirmed the appro

priateness of the original design of the questionnaire.

The Personal

Data Questionnaire is located in Appendix C of this study.
The PDQ was designed to provide data to test the relationship
between certain variables and the constructed hypotheses.

A summary

of the PDQ design f o l l o w s .
Item 2, years in present position,

relates to Hypothesis 5 which

was constructed to test a relationship between the length of tenure
and the preferred leadership style.

Item 3, educational attainment,

provides data for the testing of Hypothesis 3, the educational level
of the leaders,

as e d ucation relates

major area of study,

to leadership style.

Item 4,

provides data for Hypothesis 8, which tests the

relationship b e tween the educational major of the administrator and
the preferred leadership style.

Item 6, and Hypothesis 6, both deal

with the political appointment of the administrator to his present
position.

Item 7, the size of the group of followers, provides

data base for the testing of Hypothesis

the

7 and both focus on the rela

tionship b e t w e e n the style of leadership and the size of the group of
followers.

Item 8 identifies the ages of the leaders which Hypothesis
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4 uses to test the relationship of age to leadership style.

Item 9

identifies the geographical location of the administrator which
Hypothesis 6 uses to test the relationship between geographical loca
tion and the resultant leadership style.
of effectiveness as an administrator,

Item 10, the self-assessment

relates to Hypothesis 9 which

tests the relationship between the self-assessment and the preferred
l eadership style.

Item 12 provides data for Hypothesis 10 and both

deal w ith the question of the major problems facing the administrators
at the time of the study.
Items 1, 5, 11, and 13 were designed to identify personal char
acteristics of the administrators.
The Style of M anagement Inventory

(SMI)

is based on the Mana g e 

rial Grid Theory of Blake and Mouton (1960) of Scientific Methods,
Inc.

The purpose of the SMI was to obtain a leadership style score

for the subjects in the study population.

The items in the SMI had

been designed to reflect style scores under each of the five cate
gories as stated in the Managerial Grid Theory.
unique because it not only measures

This instrument is

the subject's preferred leader

ship style but it also measures back-up styles and the strength of
usage of the preferred style score.
The back-up style score is the style of leadership behavior
adopted once the preferred style has been abandoned.
Blake and Mouton

(1960) , leaders

According to

frequently abandon their most pre

ferred techniques during periods of stress, and it may be that the
preferred back-up style will reveal more significant

information than

the first choice or the preferred leadership style.

Although all
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styles are used by all individuals at one time or another,

the Grid

reflects the predominant and most frequently used leadership style.
In addition to the above measurable data which have been incor
porated in this study,

the SMI also allows

for the measurement of

leadership component scores which fall into four general categories:
(a) philosophy of management,
plementation,

and

(b) planning and goal setting,

(d) evaluation practices.

(c) im

Each of these components

yields five sub-scores which can be plotted on a graph to measure the
frequency of use and the desirability of use.

The graph contains a

predesigned ideal usage area which separates the strengths or w e a k 
nesses of the usage.
however,

This data will not be discussed in this study;

it is available for future analysis.

The SMI also includes a scoring mechanism based on the usage of
this instrument with 1,316 managers
ernment.

from business,

According to the staff at Teleometrics

industry, and gov

International,

ap

proximately 24% of the sample is from the top and upper management
levels,
agement.

30% are from middle management,

and 12% represent lower man

The remaining 34% fall into unidentifiable categories.

a result of the previous usage of this instrument,

As

a standard devia

tion of 10 has b een established for the general leadership style
score.

Also,

a table is included which converts raw scores to T-

scores for purposes of scoring and comparing groups of leaders.

The

SMI scoring mecha n i s m was used to formulate the styles of the leaders
in order to test the stated hypotheses.
A c cording to Hall, Harvey,

and Williams

(1964),

the Style of

Management Inventory is based on the Managerial Grid concept which
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was developed by B lake and Mouton of Scientific Methods,

Inc.

Tele

ometrics International, which is a research firm endorsed by Scien
tific Methods,

I n c . , and the creator of the SMI, has indicated to this

researcher that because of the extensive usage of the SMI with varied
groups of managers and leaders,

the SMI is both valid and reliable.

The established standard deviation and T-score transformations re
flect the relative standing of the individual when compared to other
test respondents.

The T-score transformation process places controls

on the respondents w h ich lead to the reliability and validity of the
instrument.

The above is the only data made available to the re

searcher regarding the validity and reliability of the SMI.
The SMI was also part of the pilot study.

Ten subjects from the

defined population were randomly selected to complete the SMI.

All

respondents appeared to have no difficulty with completing the instru
ment as instructed.

Therefore,

no changes were made concerning the

use or construction of the instrument.

And since scoring of the

pilot group was completed with no problems,

this researcher decided

to utilize the SMI in the study.

Design and Procedure

This study was designed to answer research questions concerning
the leadership styles demonstrated by Michigan juvenile court adminis
trators.

This researcher has relied upon self-reported personal data

and leadership style data to test the earlier specified hypotheses.
The initial step in implementing this study was
endorsement of the project by Einar Bohlin,

the request for

Court Administrator for
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the State Court Administrators'

Office, Lansing, Michigan.

Mr.

Bohlin's letter of endorsement was included in the questionnaire
packets mailed to each of the court administrators.
Following endorsement of the study,
Teleometrics

(See Appendix A.)

the SMI was purchased from

International for use in the study.

Because of copy

right procedures the instrument had to be purchased since Teleometrics
I nternational refused to grant permission for reproduction to this
researcher.
A cover letter included in the packets requested the cooperation
and p a rticipation of the court administrators.

The cover letter was

signed by this researcher and the Honorable Lawrence P. Zatkoff,
Macomb County Judge of Probate.

(See Appendix B.)

A random sample consisting of 10 administrators was selected for
the pilot study.

The sample of administrators received two letters,

two questionnaires,

and a self-addressed stamped envelope.

2 weeks all 10 questionnaires were returned and scored.
the pilot study resulted in no changes
m a iling procedures.

Within

Analysis of

In the testing instrument or

U p o n academic approval, questionnaires were

mailed to all participants in the project.
83 questionnaires w ere returned.

Within 3 weeks,

64 of the

A follow-up letter was mailed which

resulted in the return of 12 more questionnaires.

Due to the fact

that seven questionnaires remained u n a n s w e r e d , telephone requests
w ere made to the remaining members of the sample population.

Four

additional questionnaires were returned within a 2-week period.
total,

In

80 of the 83 questionnaires were returned.
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It should be noted that during the response period,

the re

s earcher attended three conferences at which time an individual re
quest was made to the administrators present to encourage their par
ticipation and the p a rticipation of their peers.
During the specified response period and the 2-week extension,
80 questionnaires w ere received.

At that point,

scoring of personal

d ata and plotting of leadership style scores was begun.
Directions were followed, as presented,
ual.

in the SMI scoring m a n 

Raw scores were converted to T-scores which resulted in the

actual leadership style scores.

The style scores were rank-ordered

from the most often used style to the least often used style.
sible leadership style scores were:

9/9, 5/5,

profile summary graph was plotted for all participants.
79 scores w ere key-punched for each participant.
puter programming,
vices contract,

Pos

9/1, 1/9, and 1/1.

A

A total of

Key-punching,

com

and analysis were performed, by purchase of ser

from West ern Michigan University.

Where appropriate,

data had been analyzed using the Fischer's

Exact Probability Test.

The test is a nonparametric technique used

w h e n 2X2 contingency tables were constructed for analysis in this
study.

Hypotheses

2, 3, 4, 5, 6, 7, 8, and 9 were analyzed using the

Fischer's Exact Probability Test.
Hypotheses 1 and 10 were analyzed through use of a frequency
distribution.

The percentage of respondents in each category was

compared in order to note variations in frequency of administrators
in the tested categories.
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Additional comments relating to the collapse of data for p u r 
poses of analysis is included in Chapter IV (Results)

following the

discussion of each hypothesis.

Summary

This chapter presented a description of the population,

type of

instruments utilized in the study, and discussion of the research de
sign and procedures used to collect data.

The next chapter will

address the results of the specified data collection procedures.
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CHAPTER IV

RESULTS

This chapter reports the findings of the study.

It must be

remembered that the three purposes of the study were:

(a) to gain

insight into the general makeup of the Michigan juvenile court admin
istrators as a g r o u p , (b) to establish a leadership style for the
administrators as a g r o u p , and

(c) to test the relationship between

identified variables and the administrators'

leadership styles.

The

first section of the chapter will report general biographical data,
the second section wi l l indicate a most frequently selected style,
and the third section wil l report the results of the testing of the
10 previously offered hypotheses.

General Characteristics of the Population

The population consisted of 83 Michigan juvenile court adminis
trators.
tion.
naire

Eighty administrators responded to the request for informa

Personal data were gathered via the Personal Data Question
(see A p pendix C ) .

The following data will be presented:

admin

istrator's title, years in present position, highest educational
level, m ajor area of study, present participation in a training or
developmental program, number of administrators who consider them
selves politically-appointed, number of employees supervised,
location of the court, s e lf-evaluation as an administrator,

age,

self-

evaluation of the administrator's style, desire to remain on the

33
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current j o b , and the identification of the most critical problem fac
ing the administrator at the time of the study.

A d m i n istrative Title

As indicated earlier in the study, many juvenile court adminis
trators are classified under various titles.

Table 1 indicates

seven major titles were reported by the respondents.

that

Since the list

of administrators was prepared from those submitted by the Office of
the Supreme Court and the Michigan Association of Court A d m inistra
tors, it is postulated that the appropriate individuals were con
tacted in each county.

These results strongly suggest that there is

a need for uniformity in job title and responsibility among the var i 
ous counties.

Table 1
Administrative Job Title

Reported Job Title

Freq.

%

Court Administrator

48

60.00

Director of Children's Services

10

12.50

Youth Home Superintendent

1

1.25

Chief P robation Officer

1

1.25

Supervisor

4

5.00

Judge of Probate

6

7.50

10

12.50

80

100.00

County Juvenile Officer

Total
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The existence of the range of titles tends to cause discrepancies
among the counties and the judges when one attempts
generalized composite of the administrators.
titles conveys different expectations
ticular position.

Obviously,

to establish a

Each of these seven

from the individual in the pa r 

the administrators have many roles and

assume diverse job responsibilities.
The data also suggest that six probate judges do not have admin
istrators in their courts.

T h e y , themselves, must assume the role of

administrator as well as that of judge.
smaller counties in Michigan.

This situation exists in the

In summary,

there is diversity in

r esponsibilities and titles among the Michigan juvenile court admin
istrators .

Number of Years in Present Position

The data in Table 2 indicate that 12.5% of the administrators
have b een in their present positions for less than 1 year.

I'Then c o m 

bined with the data that 7.5% of the administrators have been in
their positions from 1 to 2 years,

the data strongly suggest a high

attrition rate among the administrators.

In fact, 42.5% of the admin

istrators have b een in their present positions 4 years or less.
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Table 2
Number of Years in Present Position

Number of Years

Less than 1 year

Freq.

10

%

12.50

1-2 years

6

7.50

3-4 years

18

22.50

5-6 years

15

18.75

7-8 years

7

6.75

9-10 years

9

11.25

15

18.75

80

100.00

11 or more years

Mean = 4.12 years

Educational Level

The data reported in Table 3 indicate that 57.5% of the adminis
trators terminated their education with a bachelor's degree.
15.2% possess a master's degree and 8.7% possess law degrees.
of the administrators possess a doctoral degree.
fact is that 14, or 17.5%,
school diploma.

Only
None

The most appalling

of the administrators hold only a high

The data strongly suggest that education is not a

major concern of the appointing judge when making a selection of the
administrators.

The data also suggest that the administrators them

selves do not put an emphasis on educational achievement.
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Table 3
Educational Level of Administrators

Educational Level

Freq.

%

High School

14

17.50

Bachelor's Degree

46

57.50

Master's Degree

13

16.25

Doctoral Degree

0

0

Law Degree

7

8.75

Total

80

100.00

Additionally,

only 21.25% of the administrators were enrolled in

a training p r ogram at the time of the study

(Table 5).

The low educa

tional level and the low participation in training and development
programs is an indication of the minimal importance placed on educa
tion by both the appointing judge and the administrators themselves.
Since the only educational requirement for the juvenile court ad
m inistrator position,
tor's Office,

as recommended by the Supreme Court Administra

is a bachelor's degree,

there is no incentive to seek a

master's degree in preparation for the administrator's position.
Additionally,

the geographical location of many administrators

relative to the location of educational institutions offering gradu
ate programs in the b ehavioral sciences,

precludes educational train

ing at the same time as gainful employment.

This obstacle could be

at least partially overcome by participation in ongoing training pro-
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M a jor A rea of Educational Study

It should be noted that n = 78 in Table 4.
graduates did not report a major area of study.

Two high school
However,

12 high

school graduates did report that they did major in a particular area
of study.

Further research of the data has placed these 12 responses

into the areas of sociology, psychology,

and social work.

These re

sponses indicated that the high school graduates either arbitrarily
chose an area of study which relates to their work or that they have
pursued a bachelor's degree and have not yet attained it.

Table 4
M a jor Area of Educational Study

Major

Freq.

%

P sychology

21

26.9

Sociology

13

16.7

Business

5

6.4

M a n a g e m e n t /A d m i n .

3

3.8

Education

7

9.0

L aw

8

10.3

14

17.9

Criminal Justice

3

3.8

Political Science

4

5.1

78

100.0

Social W o r k

Total
Missing Data = 2
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The data also indicate that 79.6% of the administrators majored
in the behavioral sciences.

Psychology,

majors totaled 48 responses.

sociology,

and social work

The non-behavioral science majors were

clustered in law and business.

Enrollment in Present Training Program

Enrollment in present training programs was obviously a low pri
ority for most administrators.

Only 17

(21.2%) of the administrators

were currently involved in any form of training.

Table 5 reports the

responses to this particular question.

Table 5
Present Enrollment in Training Program

Response

Freq.

%

Yes

17

21.25

No

63

78.75

80

100.00

These data are interesting due to the fact that the Office of
the Supreme Court has continually offered training programs for admin
istrators during the last year.

Obviously,

the data indicate that

78.75% of the administrators are not pursuing professional growth
through training and educational p r o g r a m s .
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Political A ppointment of A dministrator

Table 6 indicates that 53.75% of the administrators consider
themselves not to be politically appointed, while 46.25% of the ad
ministrators indicated that they were politically appointed.

These

data are startling because court decisions have clearly indicated
that all juvenile court personnel serve at the pleasure of the pre
siding judge.

Legal proceedings in Bay County

Judicial District v Bay County,

385 Mich 710:

(Judges of the 74th
1971) have clearly

established the presiding judge as the official employer of the court
staff.

Table 6
Politically Appointed Administrators

Response

Yes

Freq.

%

46.25

37

No

T otal

43

53.75

80

100.00

Number of Employees Supervised

Table 7 presents a b reakdown of the number of employees super
v ised by the court administrators.

Surprisingly,

trators supervise five or fewer employees.

50% of the adminis

This situation exists in

small counties, predominantly north of Bay City.

The other major re

sponse indicates that 25% of the administrators supervise 51 or more

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

41
employees.

The data suggest that this study has successfully reached

administrators throughout the state of Michigan.

The size of the

counties varies to such a degree that one can begin to grasp the
understanding of the w ide range of responses received and tabulated
in the Personal Data Questionnaire in this study.

These data support

the findings contained in the 1977 Michigan Comprehensive Plan for
Juvenile Justice Service.

The plan indicates

that 74% of the d elin 

quent youth in M i c higan are located in the 11 counties with a p opul a
tion of over 150,000.

Table 7
Number of Employees Supervised

Number of Employees
Supervised

1 to

Freq.

%

5

40

50.00

6 to 10

11

13.75

11 to 20

6

7.50

21 to 30

2

2.50

31 to 50

1

1.25

51 or more

20

25.00

Total

80

100.00

Relative to the number of employees supervised,

the data strongly

suggest that training and developmental seminars should be stratified
for at least three levels of population as faced by the administra
tors.

The first stratification would include administrators who
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s upervise 5 or fewer persons

(50% of the a d m i n i s trators), the second

group would include administrators who supervise 6 to 50 persons

(25%

of the a d m i n i s t r a t o r s ) , and the third group would include administra
tors who supervise 51 or more people.

Age of Administrator

The range of ages has been reported in Table 8.
from 23 years to 65 years.
years.

Ten administrators

(12.8%)

fall into this grouping.

average age of the group was 43.5 years.
years.

The ages range

The most frequent age reported was 31-32
The

The median age was 42.0

The standard deviation was 11.6 years.

Table 8
Age of Administrator

Age

Freq.

23-30

8

10.2

31-38

23

29.5

39-46

17

21.8
15.5

%

47-54

12

55-60

7

8.9

61-66

11

14.1

78

100.0

Total
M ean = 43.5 years
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Court L o cation

The location of the juvenile court was considered to be important
in this study because of the many complaints by administrators that
the counties north of Bay City received less funding for court budgets
and training programs

than the courts south of Bay City.

Table 9

illustrates the g e o graphical location of the courts according to
three major boundaries.

The data clearly indicated that the study

population includes the appropriate percentage of administrators from
each geographical segment.

As illustrated,

46.25% of the administra

tors are located south of Bay City, while 53.75% are located north of
Bay City.

The Bay City line has been established to equally divide

the state into two ma j o r geographical locations.

Table 9
Court Location

Location

North of Bay City

Freq.

(lower peninsula)

26

%

32,.50

Upper Peninsula

17

21,.25

South of Bay City

37

46 .25

80

100 .00

Total

Assessment of Self-Confidence

As stated earlier in the review of the literature, self-confidence
is usually a trait of an effective leader.

The purpose of the data in
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Table 10 was to determine how many court administrators considered
themselves

to be effective leaders.

The results were staggering;

88.75% of the leaders indicated that they considered themselves suc
cessful.

Unfortunately,

the net result of this study clearly refutes

much of this positive self-assessment.

Only 8 of the 80 respondents

reported that they "did not know" if they were successful.

Only one

respondent said that he was not successful.

Table 10
Assessment of Self-Confidence

Are y ou an effective
administrator?

Yes

Freq.

%

71

88.75

No

1

1.25

Don't Know

8

10.00

Total

80

100.00

Self-Assessment of A d ministrative Style

The PDQ asked the administrators a question which would allow
the individual to indicate his preferred style of leadership.

Table

11 reports that 73.42% of the administrators believed that they were
both people-oriented and productivity-oriented.

Only 1.58% of the

leaders indicated that they were only productivity-oriented and 25%
indicated that they w ere solely people-oriented.

The fact that only

two administrators felt that they were only productivity-oriented
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supports the premise in this study that most politically-appointed
leaders are concerned w ith people and are not very concerned with
productivity.

Table 11
Self-Assessment of Current Administrative Style

Leadership Style

People-Oriented

Freq.

(1/9)

P r o d uctivity-Oriented

%

20
(9/1)

Both (9/9 or 5/5)

25.00

2

1.58

58

73.42

80

100.00

M ajor Concern Facing Administrators

T welve problems w ere listed by the administrators in response to
the PDQ.
funds

The p r oblem listed most frequently was the lack of adequate

(23.6%).

Lack of rehabilitative services ranked second and

staff morale and the s y stem itself tied for third place in the rank
ing of the most critical problem.
range of issues.

The remaining responses

included a

The juvenile code revision was a low priority issue

(3%) contrary to one of the original hypotheses

in this study.

The

issue of least concern to the administrators was professional growth
(1.38%).

This is self-evident when one reviews

the data collected on

such issues as the low level of education and the absence of current
enrollment in a training program.

Table 12 illustrates the frequency

of response and percentages for each problem listed on the PDQ.
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Table 12
M ajor Problem Facing Administrator

Pr oblem

Freq.

Staff Morale

8

Politics

7

9.70

M o t ivation

3

4.16

11.10

17

23.61

System

8

11.11

Professional Growth

1

1.38

Other

7

9.72

L ack of R e habilitative Resources

9

12.50

None

3

4.16

Lack of Time

2

2.77

Personnel Relationships

4

5.55

J uvenile Code Revision

3

4.16

72

100.00

M oney

Total
M issing Data = 8

Professional Planning During the Next 5 Years

Table 13 reports

the data collected on the PDQ regarding the re

s p o n d e n t ’s plans to remain in his current position for the next 5
years.

Surprisingly,

78.75% of the administrators indicated that

they would remain in the same position while 17.5% said they would
p robably change positions and only 3.75% indicated that they did not
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know.

One can h y p othesize from this data that either the administra

tors are finding s atisfaction and growth potential in the system or
they m ay find themselves locked into a profession that offers very
little opportunity to transfer their skills into a new career.

Table 13
Career Plans for the Next 5 Years

Remain in the System

Freq.

Yes

63

78.75

No

14

17.50

D o n ’t Know

3

3.75

Total

80

100.00

The preceding data represent
PDQ.

%

self-reported

information from the

These data are reported in the results section of the study b e 

cause they represent significant biographical information relative to
Mi c h i g a n juvenile court administrators.

As mentioned earlier, no

significant b i ographical data could be located regarding the popula
tion prior to this study.

As a result of this study, reliable data

exist for further study of the administrative group.

The preceding

data lay a foundation for not only this study but also for further
study involving this group.
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Leadership Style

The second purpose of this study was to test for, and if possi
ble, establish a predominant leadership style for the administrators
as a group.

The data presented have been collected from 74 of the

83 juvenile court administrators.

Three of the administrators did

not respond to any of the questionnaires and six of the respondents
chose not to respond to the Style of Management Inventory, which was
included w ith the Personal Data Questionnaire in the original data
packet.
lows:

Possible style choices, as suggested earlier, were as fol
9/9

try Club),

(Executive),

The SMI rank-orders
ences.

5/5

(Compromiser),

9/1 (Autocrat),

1/9

(Coun

and 1/1 (Deserter).
the style scores according to scored prefer

Table 14 illustrated the preferred style obtained from the

SMI for each of the five possible style scores.

The table indicates

that the most selected style for the court administrators was the 1/1
position
tion

(28.3%).

The second highest selected score was the 9/1 posi

(20.2%) with 9/9 and 1/9 ranking third.

The least selected style

was the 5/5.
The data allow this researcher to establish a most selected
leadership style of 1/1 for the court administrators.

Little signifi

cance is given to the second through fifth choices because of the
similarity in the frequency of scoring.

As a result,

lected style of leadership as scored on the SMI is 1/1
However,

the most se
(Deserter).

the 1/1 style could not be established as the predominant

style because 71.7% of the administrators scored in other style
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positions.

In summary,

according to Blake and M outon (1960,

1964),

the 1/1 style reflects minimal concern for both people and productiv
ity.

Effective p r o duction is unobtainable because the leader is in

different.
sible,

Sound, mature relationships are difficult,

if not impos

to achieve because conflict is inevitable.

Table 14
Primary Leadership Style

Ideal Style

Freq.

%

9/9

13

17.5

5/5

12

16.2

9/1

15

20.2

1/9

13

17.5

1/1

21

28.3

74

100.0

Total
M i s s i n g Data = 6

As indicated earlier in the study,
scores of the respondents.
the second preferred style

the SMI rank-orders the style

Also mentioned was the significance of
(back-up s t y l e ) .

This back-up style is

s ignificant because leaders frequently abandon their preferred style
d uring periods of stress, and according to Teleometrics International
(1964),

the back-up style often conveys more significant information

regarding the leader than the first preferred choice.
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Table 15 illustrates the preferred back-up styles of the study
population.

The data shows that the 9/9 style emerged as the most

selected back-up style

(29.7%).

styles w ere 1/9 and 1/1 (20.27%)

The second most frequent back-up
followed closely by 9/1

The least selected back-up style was 5/5

(12.16%).

(17.56%).

These data clearly

show a preference of 9/9 as the most selected back-up style.

The 1/9,

1/1, and 9/1 styles are so close in frequency of selection that little
significance is given to any of the three styles.

However,

the 5/5

does emerge as the least preferred back-up style.

Table 15
Back-Up Leadership Style

Ideal Style

Freq.

(2nd Choice)

%

9/9

22

29.70

5/5

9

12.16

9/1

13

17.56

1/9

15

20.27

15

20.27

74

100.00

1/1
Total
M i ssing Data = 6

In summary, a predominant leadership style could not be estab
lished for the court administrators.

However,

the 1/1 style was

established as the most frequently selected style.

%en

style is collapsed w ith the other least desired styles

the 1/1

(9/1 and 1/9),
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one can conclude that 66.3% of the administrators

(Table 14) are in

volved in n oneffective leadership behavior as postulated by Blake and
Mou t o n (1960).
of McGregor's

In fact 1/1,

9/1, and 1/9 styles are characteristic

(1960) Theory X as presented in the review of the lit

erature.

Test of Hypotheses

The following hypotheses offer an analysis of variables which
are of interest to this researcher when comparing the Michigan juve
nile court administrators to leaders in industry,
ernment.
ture,

business,

and gov

The hypotheses have resulted from the review of the litera

as w ell as certain experiences and formed beliefs of this re

searcher.

Rationale for the stated hypotheses was offered in the

review of the literature.
For the sake of clarity,

each of the 10 hypotheses will be pre

sented and then a statement of statistical significance will follow
the given hypotheses w here appropriate.
c ommitting a Type I error is

The probability used for

.10.

Hypothesis 1— Predominant Leadership Style

It is h y pothesized that a predominant leadership style does
exist for juvenile court administrators.
The data analysis indicates that no significant difference
exists in the type of leadership styles used by the court administra
tors.

However, Table 14 indicates that the most frequently chosen

primary style is 1/1

(28.3%).

\-Jhen combined with the frequency scores
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for 9/1 and 1/9 styles,

it becomes evident that 66% of the adminis

trators are involved in less than desirable style usage.

In summary,

the research does not support the hypothesis in regards to the sig
nificant use of one particular style.
frequency of use of the 1/1,

However, because of the high

9/1, and 1/9 styles,

this researcher

suggests that a less than desirable leadership style usage is evident
among the administrators.

Hypothesis 2— Politically Appointed Administrators

It is h ypothesized that politically appointed administrators
will be more people-oriented than non-appointed administrators.
Twenty-eight administrators out of the 74 responding administra
tors scored in the high productivity
ented styles.

(9/1) and high people

(1/9) ori

These 28 administrators were separated from the 74

participating administrators and were tested in accordance with their
responses regarding their assessment of their own political appoint 
ment to their current leadership positions.
Table 16 contains data related to Hypothesis 2.

The Fischer's

Exact Probability Test was chosen as the non-parametric technique for
a nalyzing the data.
analysis.
as probable
fore,

A 2X2 contingency table was constructed for

The Fischer's Exact Probability Test for obtaining a table
or

less probable than the given table equals

.99.

T h ere

the hypothesis cannot be supported.
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Table 16
Po l itically Appointed Administrators

Nature of Appointment
Leadership Style

Productivity Oriented
People Oriented

Politically Appointed

(9/1)

(1/9)

Total

Not Appointed

8

( 53.3%)

7

( 53.8%)

7

( 46.7%)

6

( 46.2%)

15

(100.0%)

13

(100.0%)

Hypothesis 3— E ducational Level of the Leaders

It is h y p o thesized that those administrators who possess gradu
ate degrees will score in the "Executive"

(9/9) style more often than

those administrators w ho do not possess graduate degrees.
In order to test the above hypothesis,
collapsed into graduate degrees
and undergraduate degrees

and law degree)

(bachelor's degree and high school graduate).

The data in T able 17 indicate
who possess a 9/9 style.

levels of education were

(master's, doctorate,

that

n = 13 for administrators

Eight 9/9 scores were obtained from admin

istrators who possess graduate degrees.

The results demonstrate that

61.5% of the administrators who scored 9/9 did possess graduate de
grees.

This finding suggests that a graduate degree does play a role

in the u t i lization of the 9/9 leadership style.

However,

the result

is not significant wh e n tested via the Fischer's Exact Probability
Test.

The Fischer's Exact Probability Test for obtaining a table as

probable or less probable than the given table equals

.319.

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

Therefore the h ypothesis was not accepted.

Table 17
Educational Levels of Administrators With 9/9 Styles

Level of Education
Graduate
Degree

Leadership Style

9/1 Style
5/5,

1/9, 9/1,

1/1 Styles

.Total

Undergraduate
Degree

8

( 14.8%)

5

( 25.0%)

46

( 85.2%)

15

( 75.0%)

54

(100.0%)

20

(100.0%)

Mis s i n g Data = 6

Hypothesis 4— Age of Leader

It is hypothesized
into the "Compromiser"

that administrators over the age of 40 fall
(5/5) position more often than do the adminis

trators under the age of 40.
Table 18 indicates

that n = 12 for administrators who preferred

a leadership style of 5/5.

The data were tested for significance

utilizing the Fischer's Exact Probability Test.

The Fischer's Exact

Probability Test for obtaining a table as probable or less probable
than the given table equaled

.758.

As a result,

the hypothesis was

not accepted.
The data also indicate
equally b e tween age groups.
5/5 styles

were

that

the 5/5 style was divided nearly

Five of the administrators exhibiting

age 40 or younger and seven of the administrators
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were age 41 or older.

The difference between groups was so small

that no significance could be given to either this analysis or to the
overall testing of the original hypothesis.

Table 18
Age of Leader With Primary Style of 5/5

Age
L eadership Style

40 Yrs.

5/5 Style
9/9,

1/1,

1/9,

9/1 Styles

and Under

41 Yrs.

and Over

5

( 14.7%)

7

( 18.4%)

29

( 85.3%)

31

( 81.6%)

34

(100.0%)

38

(100.0%)

M issing D ata = 8

H ypothesis 5— Years in Present Position vs. Leadership Style

It
trator,

is hypothe s i z e d that the longer a person has been an adminis
the more likely he is to

position.
As

fall into the "Compromiser" (5/5)

Collected data do not support this hypothesis.

reported earlier in Table 2 the mean score for years

ent position was 4.12 years.

An

in pres

arbitrary decision was made by this

r esearcher to establish 7 or more years as the breaking point for
analysis of the number of years in the present position.
In Table 19 n = 12 for administrators exhibiting a 5/5 leader
ship style.

The Fischer's Exact Probability Test for obtaining a

table as probable
Therefore,

or

less probable than the given table equals

.352.

the original hypothesis cannot be accepted.
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Table 19
Years in Present Position

Years in Present Position
Leadership Style

6 Yrs . or Less

5/5 Style
9/9,

1/1,

1/9,

9/1 Styles

Total

7 Y r s . or More

6

( 13.0%)

6

( 21.4%)

40

( 87.0%)

22

( 78.6%)

46

(100.0%)

28

(100.0%)

Missing D ata = 6

Hypothesis 6— Court Location and Leadership Style

It is h y p othesized that those administrators who are located in
the geographic region north of Bay City will have less desirable
leadership style scores

(9/1, 1/9, 1/1)

than those administrators who

are located in the geographic region south of Bay City.
For purposes of analysis,

leadership styles 9/9 and 5/5 were

collapsed into one category as were styles 9/1,

1/9, and 1/1.

Table

20 illustrates the 2X2 contingency table utilizing the Fischer's
Exact Probability Test.

Twenty-five administrators scored 9/9 and

5/5 styles, while 49 administrators scored 1/1, 1/9,

and 9/1.

The above hypothesis was rejected since the Fischer's Exact
Probability Test for obtaining a table
than the given table equals

.45.

as

probable

or

less probable

The relationship between the geo

g raphical location of the court administrators and the exhibition of
the more effective leadership style was found to be nonsignificant.
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Table 20
Court Location and Leadership Style

Location
L eadership Style

South of Bay Cit]

North of Bay City

9/9 and 5/5 Styles

12

( 29.3%)

13

( 39.4%)

9/1, 1/9, and 1/1 Styles

29

( 70.7%)

20

( 60.6%)

41

(100.0%)

33

(100.0%)

Hypothesis 7— Group Size of Followers

It is h ypothesized that those administrators who lead larger
staffs will be more productivity-oriented than those administrators
w ho supervise smaller staffs.

According to the 1977 Michigan Compr e

hensive Plan for Juvenile Justice Services,

those counties with a

population of 150,000 or more generally employ no less than 30 staff.
Therefore,

30 has b een established as the cutoff point for analysis.

T hirteen administrators scoring 1/9 were compared to the 15 adminis
trators possessing 9/1 styles.
T able 21 indicates that a significant relationship exists be 
tween administrators who supervise 31 or more employees and their
adopted leadership style.

Administrators are more productivity-

oriented w hen they lead more than 30 p e o p l e .

The Fischer's Exact

Probability Test for obtaining a table as probable
probable

than the given table equals

.68.

or

Therefore,

less
the hypothesis

is not accepted.
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Table 21
Group Size of Followers

Size of Group
Leadership Style

30 or Less

31 or More

1/9 Style

8

( 42.1%)

5

( 55.6%)

9/1 Style

11

( 57.9%)

4

( 44.4%)

19

(100.0%)

9

(100.0%)

Total

Hypothesis 8— E ducational Major of Administrators

It is hypothesized that administrators who are educated in the
behavioral sciences w ill have more concern for people than those ad 
ministrators who have b een educated in the non-behavioral sciences.
Major areas of study considered to be behavioral sciences were
as follows:
justice,

psychology, sociology,

and political science.

education, social work,

ness, m a n a g e m e n t /admini s t râtion, and law.
with primary style scores of 1/9

criminal

Non-behavioral sciences were bus i 
Thirteen administrators

(people-oriented)

tors wi t h 9/1 (productivity-oriented)

and 15 administra

styles were separated for pur

poses of analysis.
The Fischer's Exact Probability Test for obtaining a table as
probable
fore,

or

less probable

than

the given table equals

the above hypothesis is not accepted.

.60.

There

(See Table 22.)
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Table 22
Educational Major of Administrators

Educational Major
Behavioral
Science

Leadership Style

Non-Behavioral
Science

1/9 Style

12

( 50%)

1

( 25%)

9/1 Style

12

( 50%)

3

( 75%)

24

(100%)

4

(100%)

Total

Hypothesis 9— Self-Confidence of Administrators

It is h y p othesized that administrators who feel that they are
effective, w ill more often fall into the "Executive"

(9/9)

category,

than administrators who state that they are not effective (1/1,

1/9,

9/1, and 5/5).
It should be noted that only one administrator responded with a
"no" on the Personal D ata Questionnaire to the question regarding
self-evaluation of effectiveness.
with an "I d o n ’t know" answer.

Eight administrators responded

The responses of "no" and "I don't

know" were collapsed in the noneffective category for purposes of
analysis.

Thirteen administrators possessing 9/9 styles were com

pared w ith 61 administrators possessing 1/1, 1/9, 9/1, and 5/5 styles.
T able 23 illustrates the nonsignificance of the hypothesis.

The

Fischer's Exact P robability Test for obtaining a table as probable
or less probable

than

the given table equals

.93.

Therefore,

the

hypothesis is not accepted.

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

Table 23
Self-Confidence of Administrators

Self-Confidence Response

Leadership Style

9/9 Style
1/1 , 1/9, 9/1,

5/5 Styles

Total

"I am effective"

"I'm not ef
fective" or
"I don't know"

12

( 18.5%)

1

( 11.1%)

53

( 81.5%)

8

( 88.9%)

65

(100.0%)

9

(100.0%)

Hypothesis 10— Major P r oblem of Administrators

It is h y p othesized that the major problem facing administrators
today is the probable juvenile code revision.

This hypothesis was

based on the impending juvenile code revision and the far-reaching
and long-ranging effect the revision will have on administrators,
their staffs,

and the citizens of Michigan.

w i t h i n the juvenile justice system,

As an administrator

the researcher was intimately

aware of the effect the revision could have, and as a result,

the

researcher h ypothesized that his peer group would share the same con-

Table 24 indicates that the major problem reported by the admin
istrators in response to the Personal Data Questionnaire was inade
quate financial resources

(23.6%).

The second major problem reported

was both staff m o rale (11.1%) and the system itself

(11.1%).

Juvenile

code revision was a m ajor concern for only 4.1% of the administrators.
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Thus,

the hypothesis was not accepted.

Table 24
Ma j o r P roblem of Administrators

P roblem

Freq.

%

Staff Morale

8

11.1

Politics

7

9.7

Motiv a t i o n

3

4.1

17

23.6

System

8

11.1

Professional Growth

1

1.3

M oney

7

9.7

9

12.5

Personnel Relationships

4

5.5

Juvenile Code Revision

3

4.1

None

3

4.1

70

100.0

L ack of Resources

for Kids

Total
M iss i n g Data = 4

Summary

Results have b een offered which support the three purposes of
the study.

The first section of the chapter described the general

background characteristics of the administrator.
interest were administrative title, seniority,
major area of educational study,

Characteristics of

educational level,

enrollment in training program.
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political appointment of administrator, number of employees super
vised,

age, court location,

assessment of self-confidence,

of administrative style, major concern of administrator,
sional career planning.

assessment

and profes

Data were presented in this chapter which

o ffered a better understanding of how these variables relate to the
administrators.
The second section of the chapter presented a discussion on
leadership style.
lished.
style.

However,

No one predominant leadership style could be estab
1/1 style was found to be the most frequently chosen

In fact, 1/1,

1/9, and 9/9 style usage, when combined, was

found to be utilized by 66% of the administrators.
S ection three of the chapter presented the results of the test
ing of the 10 hypotheses.

All 10 hypotheses were not accepted.

Chapter 5 offers a discussion concerning the conclusions that
can be drawn from the data analysis offered in this chapter.

Also,

recommendations are offered for future research and use of this study.
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CONCLUSIONS AND RECOMMENDATIONS

As detailed earlier,
primary reasons:

this study has been conducted for three

(a)

to gain insight into the Michigan juvenile

court administrators,

as a group, by collecting biographical and

professional data,

(b) to establish a predominant leadership style

for the administrators,

as a group, and (c) to test the relationship

between certain key variables and the leadership styles demonstrated
by the administrators.

This chapter discusses conclusions relative

to each of these items.

The conclusions are presented in sub

sections.

recommendations are offered for future re

search.

Additionally,

This chapter closes with a summary of this researcher's

opinions and thoughts regarding the study.

C o n clusions— Personal and Professional Data

Chapter IV (the results)

presented all the personal and profes

sional data collected from the study population of Michigan juvenile
court administrators as a product of the administration of the PDQ.
The data were collected from 80 of the 83 administrators.

The data

were self-reported by the administrators and then key-punched and
processed with the aid of computer.

It is believed by this researcher

that these data present a reliable composite of the Michigan juvenile
court administrators.
search project,

As mentioned earlier, at the time of this re

there was not available a reliable data source from

63
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wh ich to derive an accurate description of the juvenile court admin
istrators.

Conclusions w hich have been drawn from the collected data

are presented in the m a jor categories as presented below.

A d m i n istrative Title

A need exists to establish a uniform title and job description
for individuals who are functioning as the chief executives of the
court.

At the time of this study,

only 60% of the administrators

were actually referred to and recognized as court administrators.

By

establishing uniformity in title, a more appropriate procedure could
be established to identify the individuals and then provide for their
specific needs, particularly in the areas of training and professional
development.

Role of Education and Training

Since 75% of the administrators possessed less than a graduate
degree,

it can be concluded that education is a low priority among

the administrators,
ments.

as we ll as among the persons making the appoint

It is suggested that the current system does not reward edu

cational attainment nor does it require any type of licensing to
qualify for positions of major responsibility.

The low emphasis

placed on educational improvement becomes even more evident when
recognizing the fact that 17.5%

(14 respondents)

tors possess only a high school education.

of the administra

This is difficult to com

prehend wh e n realizing the tremendous responsibility these adminis
trators have for operating in a highly complex structure.

It can
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also be concluded that the trained members of the staffs operating
u nder the directions of the untrained administrators must be totally
frustrated in their professional efforts.

It is particularly frus

trating if their educational efforts are unrecognized in addition to
being under utilized.
Collected data also indicated that most administrators
focused their study in the behavioral sciences.

(79.6%)

This type of educa

tional background w o uld appear to be appropriate since the juvenile
justice system deals with youthful offenders.

However,

the data also

i ndicated that only 21% of the administrators were involved in on
going in-service training which could provide needed administrative
skills as w ell as updated behavioral training.
This is a major concern because it leads to the conclusion that
the administrators m ay well be unschooled in the areas of management
and administration.
levels,

Coupled with the initially low educational

it is concluded that a higher priority needs to be placed on

the importance of education and training.

Individuals who are held

responsible for the a d ministration of major public organizations
should, without question, be educationally qualified and trained in
their chosen profession.

In this particular position,

the adminis

trators need both b e h avioral and administrative training.

An absence

of this dual training is perhaps the underlying factor in the exhibi
tion of the 1/1, 9/1, and 1/9 leadership style of the administrators.
The frequent selection of these styles demonstrates the need to offer,
and perhaps require,

these behavioral science graduates

training in

the areas of administration, management, and financial management.
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Age,

Seniority, and Career Plans

The collected data indicated that the average number of years
for an administrator in his present position was 4.1 years.

Also,

the average age of the administrators was 43.5 years, with a range
of 23 years to 65 years.

Also reported was

the fact that 78.7% of

the administrators expected to remain in their current position for
the next 5 years.
By assimilation of the above data,

it can be concluded that the

p o p ulation in this study is characterized by the presence of a rela
tively young and inexperienced administrator who plans to remain in
his present position for the next 5 years.

It can be concluded from

these data that it wo u l d be appropriate to begin an in-service train
ing p r ogram for these administrators,

now, in order to provide them

w ith the necessary skills to be effective in their positions in the
coming years.

The data also suggest that the juvenile justice system

in M i c higan is attracting relatively young individuals

into the ad

m inistrative ranks.
The fact that 78% of the administrators are planning to remain
in their current positions suggests that the system offers some op
portunities and rewards
ment is apparent,

for these indiv i d u a l s .

Since career commit

it should be capitalized on by offering professional

growth and development programs for these i n d i viduals.
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Political Status

Since only 46.2% of the administrators consider themselves po l i t 
ically appointed,

it can be concluded that the majority are avoiding

the actual conditions under which they are employed.

Existing legis

lation and recent court decisions clearly state that all juvenile
court employees serve at the pleasure of the presiding judge.
of the administrators avoid the reality of this issue,
fact,

If 54%

they are,

ignoring the political ramifications of their existence.

in
This

researcher strongly believes that one reason for the relatively short
seniority pattern is the political liaison between the probate judge
and the administrator.

Further research of these inappropriate re

sponses would perhaps lead to an understanding of the "no" response
to the political appointment question.

S elf-Confidence and Self-Evaluation of Leadership Style

The responses

to these self-estimations

indicated that the admin

istrators viewed themselves confidently regarding both effectiveness
(88.75%— "Yes,

I am effective")

people and productivity

(73.4%).

and a balanced orientation toward
It can be concluded from these re

sponses that the administrators are deceiving themselves since they
chose the 1/1, 1/9, and 9/1 leadership styles 66% of the time.
livious

to their weaknesses,

Ob 

their continued method of operation

could be detrimental to themselves,

their subordinates,

and the sys-
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Size of Staff

Reported data indicated that the staff sizes ranged from one
extreme to the other.
than five subordinates,

While 50% of the administrators supervise less
25% supervise 51 or more and the remaining

25% supervise between 5 and 50 employees.

One conclusion which can

be draim from these data is that management needs may differ radi
cally from one county and its work situation to other counties and
their w ork situations.
vary accordingly.
leader meets

Additionally,

the needs of the employees may

The literature supports

the needs of his followers.

the needs remain unsatisfied.

Therefore,

the fact that an effective
Until the needs are known,
a needs assessment should

be conducted to establish proper training procedures for administra
tors to improve their effectiveness as well as to provide for the
needs of their staffs.

Major Problem Facing Administrators

It can be concluded from the reported data that the most signif
icant problem facing the population at the time of the study was
lack of adequate budgets.
second,

the

The lack of rehabilitative programs ranked

and staff m o rale and the system itself received equal designa

tions as the third most critical problem.

These findings were com

pletely contrary to the expected response that the impending juvenile
code revision would be the major problem facing most administrators.
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Leadership Style Conclusions

The data indicated that no one particular style predominated.
However,

the data reported that the 1/1 was the most frequently

selected leadership style.
was the 9/9

(Executive).

The back-up style chosen most frequently
The back-up style reflects the informal

style often utilized by leaders in times of stress.

This finding

suggests

that the 1/1 style may be fostered by the system, and in

reality,

the actual leadership style ingrained in the administrators

is the 9/9

(Executive) back-up style.

However,

this is only an

assumption and conclusions should be guarded until further research
supports it.
Another conclusion, and perhaps
the administrators selected the 1/1,

the most definitive,
1/9,

is that

and 9/1 styles most fre

quently and this is an indication that they are in need of leadership
training.

This c onclusion is supported by the documented low level

of training and educational preparation of the administrators.
summary,

it is suggested that the lack of training, education,

In
and

experience foster the most frequently chosen leadership styles of
1/1, 1/9, and 9/1.

Conclusions Regarding the Hypotheses

The following conclusions related directly to the listed hyp o t h e 
ses in Chapter IV.

Each hypothesis is discussed in terms of its sig

nificance to the leadership styles of the administrators.

Conclu

sions are based upon the significance of the statistical evidence.
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Predominant Leadership Style

Hypothesis 1 was a n ondirective hypothesis which stated that a
predominant leadership style existed among the sample population of
Mi c h i g a n juvenile court administrators.
ported by the data.
that the 1/1

(Deserter)

style is the most

ship style of the court administrators.
M ou t o n

(1960,

1964),

This hypothesis was not sup

Previous discussion has led to the conclusion
frequently selected leader
According to Blake and

this may be interpreted as meaning a low concern

exists for both people and productivity.

The philosophy of 1/1 m a n 

agement is that people do not like work and they are innately lazy.
The theorists also indicate that the 1/1 manager avoids personal in
volvement and relies on precedent or "goes by the book."

The 1/1 m an

ager avoids evaluation and resists implementation of new and differ
ent procedures.

Overall,

this style of leadership is regarded as the

least desirable according to Blake and Mouton (1960,

1964).

the administrators chose the undesirable leadership styles
and 9/1)

In fact,
(1/1, 1/9,

66% of the time.

Politically Appointed Administrators

The lack of support for the hypothesis that politicallyappointed leaders are more people-oriented that nonappointed ad minis
trators indicated that politics do not exert an effect on the style
of leadership exhibited by the administrator.

It can be suggested

that the appointed administrators are, as a group, as productivityo riented as they are people-oriented.
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However,
perspective.

this suggested conclusion should be put into its proper
This researcher suggests that the hypothesis was not

accurately tested due to the high response rate of administrators who
refused to recognize the fact that they served at the pleasure of the
judge.

Their response did not allow for appropriate testing of sig

nificance because of the inappropriate collapsing of data.

Leader

ship styles of administrators who acknowledged political appointment
were compared to styles of those administrators who said they were
not appointed.

If the appropriate comparison was

tested perhaps dif

ferent results would occur.

Educational Level

The literature has established the point that the higher the
educational level of the administrator,

the more concern he would

hav e for both people and productivity.

The data analysis suggests

that graduate degrees do not influence the leadership styles of the
leaders.

However,

61.5% of the administrators who exhibited a 9/9

leadership style did possess graduate degrees.

This researcher con

cludes that advanced educational attainment does play a role in pro
fessional development and the enhancement of leadership ability.
However, wh e n a s y stem does not encourage educational growth,

it is

difficult to assess the effect that education has on the l e a d e r s .

Age of Leader and Years of Experience

H ypothesis 4 stated that administrators over the age of 40 ex
hibit the 5/5

(Compromiser)

style more often than administrators

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

under the age of 40.
port this hypothesis.

The data collected in this study did not sup
Therefore,

it can be concluded that older

leaders do not exhibit the 5/5 style any more frequently than do
younger leaders.
Hypothesis 5 stated that the length of tenure in a position
would bias the leadership style toward 5/5.

It would appear that

advanced age would be congruent with number of years of experience.
This fact was not supported by the administrators'
scores.

leadership style

No significant difference was established between adminis

trators who were in their positions

for 7 or more years, when com

pared to those leaders who were in their positions

Therefore,

for less than 7

this data analysis has not supported the literature

which strongly suggests

that age and number of years of experience

tend to make the leader more complacent in his leadership style and
attitude.

A n explanation of this phenomenon could be that Michigan

juvenile court administrators are relatively young in age and ex peri
ence w h e n compared to leaders of equal responsibility in other pro
fessions .

Court L o c ation and L e ader Style

No significant differences could be established regarding lead
e rship styles b e tween the two administrative groups.

As a result, no

conclusion can be drawn about the court location playing a role in
the development of a more effective leadership style.
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Group Size and Leader Style

The literature supported the hypothesis that the larger the
group,

the more productivity-oriented the leader.

support this hypothesis and as a result,

that group size has no influence on leader style.
(1960,

1964)

The study did not

it led to the conclusion

suggest that an effective 9/9

Blake and Mouton

(Executive)

leader learns

to cope with size by involving people in the decision-making p r o c e s s .

Educational Major of Administrators

Hypothesis 8 stated that behavioral science majors would be more
people-oriented that non-behavioral science majors.

Surprisingly,

this hypothesis was not supported by the data in this study.
fore,

There

it was concluded that educational majors have little influence

on style scores related to people-orientation for the population of
M ich i g a n juvenile court administrators.
One explanation for this occurrence could be the fact that bus i 
ness and management schools are now emphasizing the role of the indi
vidual as well as business principles.

The non-behavioral science

curriculum includes courses in understanding human dynamics.

Self-Confidence of Administrators

The literature suggested that self-confidence is a key to effec
tive leadership.

Court administrators indicated an unusual amount of

self-confidence.

In reply to the question,

ministrator?",

"Are you an effective ad

65 of the administrators answered yes.

Thus,

the
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hypothesis was not supported.

This researcher suggests

that perhaps

the question was poorly designed because of its direct request for a
yes or no response to self-evaluation.

Future studies should measure

this response instead of asking for a direct response from the study
population.

As a result, no substantive conclusion can be made re

garding this variable.

If the questionnaire were to be redesigned,

this particular question would be rephrased.

M a jor Problem Facing Administrators

Due to the recent legislative moves to revise the juvenile code
in Michigan,

this researcher was of the opinion that the major prob

lem facing most administrators was the change that would be inevita
ble with code revision.

This proved to be incorrect.

In fact,

r evision was an extremely low concern for most administrators.

code
The

most frequent response

to the

resources.

it can be concluded that the revision of the

Therefore,

question concerned adequate financial

M i chigan Juvenile Code

is not

istrators and the lack

of adequate financial resources is

a major concern for most of the admin
the major

problem.
The above conclusion, which appears to be both valid and reli
able,

is shocking to this researcher.

The juvenile code revision

will result in major philosophical and structural changes within the
current system.
of the court,

These changes will undoubtedly alter the perspective

itself.

It seems logical that the impending revision

would be a major issue facing the administrators who will be directly
affected by the revision.

Court policy and the related functions
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will have to be redesigned in order to meet code revisions.
Disregard for the revision and the changes it will bring could
cause major problems for the court administrators as well as everyone
in contact with the court.
In summary,

conclusions have been stated regarding the 10 h y 

potheses considered in this study.

The conclusions were based on the

data analysis and the results of'the statistical tests of signifi
cance.

This study did establish a data base for the personal and

professional backgrounds of the administrators.

Although it did not

e stablish a predominant leadership style for the group,

it did d eter

mine that the most frequently selected leadership style was
(Deserter) which is highly undesirable.

the 1/1

It was also determined that

the administrators did not recognize the fact that they are politi
cally appointed and serve at the pleasure of the presiding judge.
Since the review of the literature supported the 10 hypotheses
and the Style of Management Inventory has been tested and proved,
rejection of the hypotheses suggests
administrators,

the

that the Michigan juvenile court

as a group, are not predictable according to test re

sults of other leaders of comparable responsibility in business,
industry,

and government.

The major implication of the study is that the juvenile court
administrators do not function in a manner parallel to other profes
sional managers.

Since standards have been universally set and

tested, as implied in the review of the literature,

it could be

inferred that the administrators are inadequately prepared at the
time they assume their positions,

they are not kept abreast of
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changing needs and techniques,

or the system itself fosters inappro

priate management styles.

Recommendations

for Future Research

It is hoped that this research study will result in additional
analysis and study concerning administrators in the field of juvenile
justice.

Very little is documented about this population,

and yet,

they are charged with the leadership of a system which deals with the
young people in our country today.
If future research is to be done,
searcher,

it is recommended by this re

that those studies attempt to measure not only the self-

reported styles of leadership, but also consider the evaluation of
the subordinates who must work for the administrators on a day-to-day
basis.

Measuring the attitudes of the subordinates would allow for a

comparison between the administrators self-reported style and the
subordinates reported evaluation of the leaders' styles.
It is also recommended that future research involve personal
interviewing of a sample of the administrators.

Interviewing would

perhaps lead to a more complete analysis of the problems which a
juvenile court administrator experiences in the performance of his
job.

Political ramifications of the reported data could also be dis

cussed.

Confidentiality of responses could be guaranteed verbally

and in writing.
Future research could also include some measurement of the atti
tude and leadership styles of the judges who are technically the
recognized superiors of the administrators.

Their ideas could give

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

another perspective to the political issue.

Perhaps they would ex

press their expectations of their subordinate administrators and give
insight into their perceptions of the juvenile justice system in
terms of effectiveness with children.
R esearch should also be attempted which would analyze the system
in which the administrator must function.
system,

itself,

It is possible that the

actually fosters the development of a 1/1 (Deserter)

style of leadership and inhibits

the development on a 9/9

(Executive)

leadership style.
In summary,

this researcher believes

that additional research is

essential in order to completely analyze the court administrators,
a group,

and as a group functioning within a specified system.

as

The

leaders present an interesting case for researchers who are not only
interested in the leadership process, but who are also willing to in
volve themselves in the study of politics and management.

Summary

This researcher has attempted to study a group of professional
administrators using objective testing and analysis to establish a
valid and reliable composite of the group.

Every attempt has been

made to assure confidentiality and to protect the rights of the par
ticipants .
It is believed that this research can and will serve as a cata
lyst to initiate additional research in the field of judicial admin
istration.

The administrators should be applauded for their participa

tion and cooperation during the time of the study.
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78
It is the intent of this researcher that each reader of this
study will gain an understanding of the juvenile court administrators,
as w ell as the complex environment in which they must function.

The

variables considered in this study should establish for the reader
an accurate analysis of the major factors influencing the style of
leadership of the Mi c h i g a n juvenile court administrators.
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Endorsement Letter
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Court ^Àm îm otrutîur © fftrr
P .O . BOX 3004é, § 2 0 ^ . WASHINGTON SQUARE
LANSING, MICHIGAN 48909
517/373*013 0

July 6, 1979

Mr. Zigmund Kryszak
16627 Terra Bella
Mt. Clemens, MI 48044
Dear Mr. Kryszak:
Please feel free to use this response to your June 21st
letter in whatever way you deem suitable to encourage Michigan's
Juvenile Court Administrators to participate in your study of
their leadership styles.
The Juvenile Court Administrators as a group occupy a very
special place in my thoughts.
These me n and women are among the
most dedicated, persevering public servants I've ever run across.
They're a special breed, and I'm certain that the merits of your
study will speak for themselves and encourage them to cooperate.
W ith every good wish.
Sincerely

EB/rml
cc:

Frank Marella,

Juvenile Court Director
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Appendix B

Cover Letter
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October 24, 1979

My name is Zigmund Kryszak, Director of Children's Services for
Macomb County Juvenile Court.
Currently I am in pursuit of my doc
toral degree from West e r n Michigan University.
As part of my disserta
tion requirement, I am interested in analyzing the current leadership
styles of the Juvenile Court administrators in the State of Michigan.
I am respectfully requesting that you take 30 minutes of your
time and fill out the enclosed questionnaires and return to me in the
self-addressed stamped envelope within the next 10 days.
The data
c ollected will be utilized in my dissertation.
All Juvenile Court
administrators in the State of Michigan will be requested to partici
pate in this study.
Your participation is important and is appreciated.
The project is endorsed by Mr. Einar Bohlin, Court Administrator,
State Court A d m i nistrative Office, Lansing, Michigan.
Endorsements
have also b een received by the Educational Leadership Department at
Wes t e r n Michi g a n University, and Probate Judge Lawrence P. Zatkoff.
Dr. Uldis Smidchens and Dr. Richard Munsterman are faculty committee
members from W e stern Mich i gan University.
Judge Lawrence P. Zatkoff,
Macomb County Probate Judge, is also a dissertation committee member.
Once again, your participation is extremely important and appre
ciated.
Your responses, as an individual, will remain confidential.
Your anticipated p articipation is greatly appreciated.
If you have
any questions, please feel free to call me collect at home.
Respectfully,

/édgmund Kryszak

^
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i/

16627 Terra Bella
Mt. Clemens, MI
48044
(313) 286-5868

Hon. Lawrence P. Zatkoff
Macomb County Probate Judge
Dissertation Committee Member
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Appendix C

Personal Data Questionnaire
(PDQ)
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P ERSONAL DAT A QUESTIONNAIRE

Instructions:

1.

Please check (/) the appropriate response and respond
in w r i t i n g when necessary.

What is y our present position in the Juvenile Court structure?
)
)
)
)
)
)
)
)

Court administrator
Director of children's services
Superintendent of youth home
Chief referee/attorney
Chief p r obation officer
Supervisor
Judge
Other
(please specify) ______________________________________

H o w many years h ave you held your present position?
)
)
>
)
)
)
)

3.

Less than one year
1 - 2 years
3 - 4 years
5 - 6 years
7 - 8 years
9 - 1Ü years
11 or more years

What is your educational status
)
)
)
)
)

(highest level)?

High school
B.A. or B.S.
M.A., M.S., M.S.W.
Ed.D, or Ph.D.
Other
(please specify)

What was your major area of study?
)
)
)
)
)
)
)
)
)
)

Psychology
Sociology
Business
M a n a g e m e n t /Administration
Education
Law
Social W ork
Criminal Justice
Political Science
Other
(please specify)
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5.

A r e you presently enrolled in an educational or professional
training program?
( ) Yes

(Where?)_______________________________________

( ) No

6.

W ere you politically appointed to your position?
( ) Yes
( ) No

7.

H o w many employees
(
(
(
(
(
(

are employed in your Juvenile Court?

) 1 to 5
) 6 to 10
) 11 to 20
) 21 to 30
) 31 to 50
) 51 or more

8.

What is your age?

9.

Where is your Court located?
( ) North of Bay City
( ) South of Bay City
( ) Upper P eninsula of Michigan

10.

Do you consider yourself to be an effective administrator?

( ) Yes
( ) No
( ) I don't k now

11.

If you had to describe your administrative style, would it be:
(
(
(
(

)
)
)
)

People oriented
Productivity oriented
Both people and productivity oriented
None of
the above
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What is the m ajor p r o blem facing you (the administrator)
your present position?

13.

in

Do y ou plan on remaining in the area of Court administration for
the next five years?

()
( ) ^

*If no, what are your career goals?
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Appendix D

Follow-Up Letters
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^acom b fflountg probate diourt
JUVENILE
Hon. R obert E. Spier
Probate Judge

DIVISION

fiSflunt QHpmcttD, «Slthlgatt

W illiam A . Boyoa
Administrator

4B D 43

P h o n e 469-5240

Francis J. Mareila
Program Director
Stephen F. Osiniki
Attorney

December 6,

1979

Dear
Mr. Kryszak is a friend and a fellow administrator
at Macomb County Juvenile Court.
He is making every
attempt to receive 100% of his questionnaires back in
preparation for the completion of his dessertation
requirement.
He has undergone personal expenses and
considerable time in the attempt to complete his
study.
Further, I personally feel that this study
will aide all of us in juvenile justice administration.
Please take time and fill out the questionnaires
and return them as soon as possible.
Sincerely,

Francis J. Mareila, Director
Macomb County Juvenile Court
FJM/gd
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December 6, 1979

Recently you we r e mailed two questionnaires regarding your views
as an administrator in the Juvenile Justice System.
As indicated in
the previous letter, your responses are extremely important to me in
the completion of my dissertation.
If I do not receive your responses
the study will suffer.
Please take time to respond.
I appreciate your time and antici
pated participation.
If you need another copy of the questionnaire,
please notify me.
Sincerely,

^

/

i\ /j

Zig^nti Kryszak
‘7 '/
Director of Children's Services
Màcomb County Probate Court
Juvenile Division
380 North Rose
Mt. Clemens, Michigan 48043
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A ppendix E

K ey Punched Data Coding System
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Key Punched Data Codes

THE FOLLOWING CODES RELATE TO THE HORIZONTAL NUMBERS ON THE ATTACHED
KEY P UNCH FORM.

1.

Position at Court
A.
B.
C.
D.
E.
F.
G.
H.
I.

2.

Years in Present Position
A.
B.
C.
D.
E.
F.
G.

3.

Less than 1 year
1-2 years
3-4 years
5-6 years
7-8 years
9-10 years
11 or more years

Educational Status
A.
B.
C.
D.
E.
F.

4.

Court Administrator
Director of Children's Services
Superintendent of Youth Home
Chief Referee/Attorney
Chief Probation Officer
Supervisor
Judge
Other (Please specify)
Juvenile Officer (County)

High School
B .A. or B .S .
M.S.
Ed.D. or Ph.D.
Law
Other (Please specify)

Major Area of Study
A.
B.
C.
D.
E.

Psychology
Sociology
Business
M a n a g e m e nt/Administration
Education

G.
H.
I.
J.

Social W ork
Criminal Justice
Police Science
Other (Please specify)
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5.

Enrolled in T r a ining Program
A.
B.

6.

Politically A p pointed
A.
B.

7.

Yes
No

Yes
No

Employees Under Your Supervision
A.
B.
C.
D.
E.
F.

1 to 5
6 to 10
11 to 20
21 to 30
31 to 50
51 or more

8. ^
(

9.

Court L o cation
A.
B.
C.

10.

North of Bay City
South of Bay City
Upper P e n insula of Michigan

A re y ou an effective administrator?
A.
B.
C.

11.

) Number of Years

Yes
No
I d o n 't know

Your A d m i n i strative Style
A.
B.
C.
D.

People Oriented
Product i v i t y Oriented
Both People and Productivity Oriented
None of the Above
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12.

Biggest Pro b l e m Facing You
A.
B.
C.
D.
E.
F.
G.
H.
I.
J.
K.

13.

Staff M orale
Politics
Motiv a t i o n
Money
System
Growth
L a c k of Resources for Kids
None
Time (Lack of)
Personnel Relationships
Juvenile Code Revision

Will y ou remain in the court system
A.
B.
C.

Yes
No
I Don't Know

14.
15.
16.
17.
18.

Ideal Raw Score

19.
20.
21.
22.
23.

Ideal T-Score

24.
25.
26.
27.
28.

Your Style Preference

1st
2nd
3rd
4th
5 th

29.
30.
31.
32.
33.

Your Style Preference T-Score

1st
2nd
3rd
4th
5 th

34.
35.
36.
37.

D ifference Bet w e e n Style T-Score

1-2
2-3
3-4
4-5

38.

T otal Overall Difference

9/9
5/5
9/1
1/9
1/1

(M)
(N)
(0)

(P)
(Q)

9/9
5/5
9/1
1/9
1/1
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39.

Statistical
A.
B.

5/5

Yes
No

40.
41.
42.
43.
44.

T-Score Philosophy

9/9
5/5
9/1
1/9
1/1

45.
46.
47.
48.
49.

T-Score Planning and Goal Setting

50.
51.
52.
53.
54.

T-Score Implementation

9/9
5/5
9/1
1/9
1/1

55.
56.
57.
58.
59.

T-Score Evaluation

9/9
5/5
9/1
1/9

60.
61.
62.
63.
64.

Philosophy of Management Component and Style Score

9/9
5/5
9/1
1/9
1/1

65.
66.
67.
68.
69.

P lanning and Goal Setting Component and Style Score

9/9
5/5
9/1
1/9
1/1

70.
71.
72.
73.
74.

Implementation Component and Style Score

9/9
5/5
9/1
1/9
1/1

75.
76.
77.
78.
79.

Evaluation Component and Style Score

9/9
5/5
9/1
1/9
1/1

9/9
5/5
9/1
1/9
1/1

1/1

(X = Miss i n g Data)
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